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ABSTRACT
The United States Training and Employment Service

General Aptitude Test Battery (GATB), first published in 1947, has
been included in a continuing program of research to validate the
tests against success in many different occupations. The GATB
consists of 12 tests which measure nine aptitudes: General Learning
Ability; Verbal Aptitude; Numerical Aptitude; Spatial Aptitude; Form
Perception; Clerical Perception; Motor Coordination; Finger
Dexterity; and Manual Dexterity. The aptitude scores are standard
scores with 100 as the average for the general working population,
and a standard deviation of 20. Occupational norms are established in
terms of minimum qualifying scores for each of the significant
aptitude measures which, when combined, predict job performance.
Cutting scores are set only for those aptitudes which aid in
predicting the performance of the job duties of the experimental
sample. The GATB rorms described are appropriate only for jobs with
content similar to that shown in the job description presented in
this report. A description of the validation sample is also included.
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CASE VWORKER 0-27.20

GATI {2270
Nlovembor 1949

B-441 o¥ 5175

Summary

The General Aptitude Test Battery, B-1002-A, woe administercd to a oample
of 35 men and 71 women cmployed as Case Workers 0-27.20 by the Department

of Welfare, City and County of Denver, Denver, Colorado.

The critcrion

congisted of the Department's ycarly Supervi.sory Performance Rating. Onp
the basis of mean scores, standard deviations, correlations with the
criterion, job analysis data, and -their combined selective efficiency,
Aptitudes G-Intelligence, V-Verbal Aptitude and N-Numorical Aptitude wore
selected for inclusion in the test nomms.

" GATB Norms for Cage Worler 0-27.20 - B-441 ov S—I 79

Table I shows, for B~-1001 and B-1002, the minimum acceptable score for
each aptitude included in the test norms flor Case Worker 0-27.20.

TABLE I

Kinimun Acceptable Scores on B-1001 and B-1002 for B-441 ovS—175

B-~1001

B-1002

G CB-1-H
CB-1-1
CB-1-J.

‘v CB-1~J

N CB-1-D
CB-1-1

Aptitude | Tests | Minimum Acceptable
Aptitude Score

110:

105

110°

Aptitude

G

Tests Minimum Acceptable

Part 3
Part 4
Part 6

Part 4

Part 2
Part 6

Aptitude Score -
105 '

Effectiveness of Norms

The data in Table V indicate that 18 of the 32 poor workers, or 56 percent
of them, did not achieve the minimum scores established as cutting scores on

the recommended test noxms. .

Thie shows that 56 percent of the poor workers

would not have been hired if the recommended test norms had been used in the
selection process. Moreover, 54 of the 68 workers who made quaJ.ifying teat
scores, or 79 percent, were good workers. , a
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II.

Purpose

Thigs study was conducted to detennine the best combination of aptitudes
and minimum scorcs to be uscd au norms on the General Aptitude Teot
Dattery for the occupation of Cage Worier 0-27.20.

Sampl.e

The GATB, B-1002A, wags adminigstered to 140 individuals cmployed as

Casc Worxker 0-27.20 by the Department of Velfare, city and county of
Denver, Denver, Colorado on November 10, 12, 13, 17, 19, 20, 1959. All
workcers obtain their initial cmployment by toking a competitive exami-
nation given by the Colorado Mcrit Systems A B.A. Degree in Sociology
is required for cmploymont and thosc employed are expected to reach
full proficiency at the end of 6 months. All workers in the oample

had complcted that poriod of osexrvice.

The original sample of 140 was recduced to 106, 35 males and 71 fcmaleo,
for the followving rcasons: 28 cxaminces were eliminated from the '
gample because they were performing dutles of a supervisory nature

and not the dutics of Cagse Worker; 2 examinees werc eliminated from

the sample because of physical handicaps which made it impogsible to
complecto the test; 4 examinces were over 55 years of age and were
climinated on the grounds that the GATH3 was standardized on a general
working population sample with an age range of 18 through 54. The
selection of applicants is on the baslis of examination results and a
pcrsonal interview.

. Table iI shows the means, standard dewviations, ranges, and Pearson

product-moment correlations with the criterion for age, education,
and experience.

TABLE II
Means (M), Standard Deoviations (0'), Ranges, and Pearson
Product-Moment Correlations with the Criterion (r) for Age,
Education, and Experience

Case Workexr 0-27.20

N = 106
M (o 4 Range T
Age (yeare) | 35.8 8.5 23=54 | ,110
Education (years) _ 16.7 o9 16«19 « 200%
Experience {monthe) 61.4 | 54.5 Q=281 | .337**

#5ignificant at the 01 level
*Significant at. the .05 level
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There i5 no signi Ticent correlation belween nce and the critarion,
The correlations betweern educibion and experience and the criterion
arc sijnificant at the .0Y wnd .01 levels respeectively. These
corrclations indicate that the raters cither had a bias in favor of
those workers with morc cducation and cexpericnce or that there wag
a tendency for those workers to perform better on the job. The data
in Table II indicate that this sample is suitable for tcot develop-
ment purposes with rceopect to oge, cducation and expericnce.

Job Iagcription

Job Title: Casc Worker (profcss. & kin.) 0-27.20

‘Job Summary: Per{orms any onc or a combination of the following

social gervice dutics, in pursuance of a welfare program organized
by a public or privatc agency or organization. Studies physical
and social cnvironinent of a family, person, or persons in order to
dctconine and exccute practical plans for alleviating existing un-
dcoirable conditions. Visits home of client for purposes of obtain-
ing initial case hiotory, or supplemental infommation on a continuing
casc. Intcrprets, to recipicnts and others, requiremcnts and
cligibility factors for all categorica, Assistse client in gathering
verifications. Helps clientosto work tnrough their problems and o
utilisc their own rescurces and the resources of the community.
Handles situations involving planning and major decisions with'
Tamilics regarding relinquishments, child placement, care of de-
pcndent children, and children in denger of becoming delinquent.
Makes pcriodic and regular v-.sits as required during the year to
the same client. Makes emergency vieits when nccesoary.

Work Pcrformed: Visits home of client for purposes of obtaining

initial case history, or supplemental information on a continuing
case. Interprcts, to recipients and others, rcquirements and
eligibility factors for all catcgories. Assists client in gather-

. ing verifications. Helps clientsto worlk through their problems and

to utilize thecir own resources and the resources of the community.
Handles situations involving planning and major decisions with
families rcgarding relinquishments, child placement, care of depend-
ent children, and those in danger of becoming delinquent. This work
requires frequent community contacts, and contacts with Juvenile
court, schools, hospitals, law enforcement officers, etc., neces-
sitating considerable interpretation of agency policy. Makes
periodic and regular visits as required during the year to the

same client, making emergency visits when necessary.,

Supervises children in foster homes, own homes, and adoptive homes
and arranges for foster home placement of children who must be
cared for away from home. Counsels child's own parents and obtains
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backround information belore child can be relinquished for adoption,
Vorica with c¢hildren in fouter homes involving the children, their
ovit parents, foater pnrents, a3 well ag other agencies, guch ag
juvenile court, hoopitals, cliniecs, cechoolu, etce Obucrves growth
and development of adoptive candidate in foster home preparatory tao

adoptive placemenv.

s03 tcicphonc in caso worlk cither to make appointiments, receive
Inquiries rrom clients, or furnish additional infoxmation. Contacte
collaterals by telephone for further information as nceded,

Reviews casca before visits are made to organize case plan and
method as determined by nceds of clicent. Prepares questions which
must be answered during interviecws Fills out necessary forms and
complctecs all correspondence required; complles and procesues
budgots for business office on basis of nced and resources;
schcdules and conducts office intervicws as necessary in each case
to properly open, maintain, or close the case; plans home visits
to the distiict. Prepares cages for dictation by assembling facts
in proper sequence and rcading them for accuracy; dictates all
material for permanent recording in case history.

Participates in recgular confercnces with supervision and meetings
with staff to receive instruction and guidance in the application

of the progran.

Experimental Battery

Al the tests of the GATB, B-1002A were administered to the sample
group .«

Criterion

The criterion consisted of the Department's yearly Supervisory
Performance Rating made during the month of November 1959. The
rating scale consisted of four items, each covering an important
aspect of the duties, Each item had five possible numerical values,
each indicating, in ascending order, a degreec of job proficiency.
The four items, which were weighted differently, had the following
possible score ranges: Item I, 5 to 25; Item II, 2 to 10; Item III,
2 to 10; Item IV, 1 to 5. Th2 total score on the scale is equal to
the sum of the numbers checked for all four items. The possible
range of scores was 10 through 50. The actual range was 27 through
48 with a mean of 36.1 and a standard deviation of 4.8.
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VI. Cualitntive and _Goanbi tative malyoen

A. Qualitative Analysis:

The job annlysis indicated that the followving aptitudes measured
- by the GATB appcar to be important for this occupation.

Aptitude G ~ Generat, Tmarning Ability is required in

. learning and understanding the philosophy and behavior
of gociety and the methods deviped to cope with them.
It ic also required in ordexr for ithe worker to ade-

. quately understand the rules under which the Department

operatcse.

Aptitude V - Verbal Ability is required in oxder to
understand instruction, communicate with people in
various socio-economic levels, and to interpret
Departmental Rules, Regulations, and Policies..

Antitude N - Numerical Ability is required in order
that the worker may make various mathematical computa-
tions in determining budgets and enending budgets.

Aptitude O - Clerical Perception is required in filling
out a wide variety of foms and in scanning large amounts
_of case history material in the shortest possible time.
Alsa, necessary in noticing transposition of figures
when computing budgets,

On the basis of the job analysis data, the following aptitudes
are considered obviously unimportant for performing the duties of
this job and are considered "j rrelevant" aptitudes: K, F and l.

Be Qﬁantitative Analysis:

Table III shows the means, gtandard deviations, and Pearson product-
moment correlations with the criterion for the aptitudes of the GATB, -
The means and standard deviations of the.aptitudes are comparable to
general population norms with a mean of 100.and a gtandard deviation -
of 20,
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TABLE III

licano (i), Standard Deviations éo‘), and Pearson Produci-iionent
Corrolations with the Criterion (r) for the Aptitudes of tho GATB

Cace Vorker 0-27.22

N = 106
Aptitudeo I o T v
G-Tntelligence 116.1 13.2 «152
V-Verbal Apiitude 120.7 13.4 107
NH-Numerical Aptivude 111.6 12.5 «216¥%
S-Spntilal Aptitude 104.6 17.7 -.011
P-T'orm Perception 102.2 16.9 «146
Q-Clecrical Perception 119.0 15.2 .128
K-iiotor Cocxrdination 114.7 15.1 .087
P-I'inger Dexterity 99.0" 20.4 .13%6
M-Manusl Dexterity 98.1 21.2 .189

*Significant at the .05 level

Apeitudes G, V and Q have the highest mean scores and aptitudes
G, V and N have relatively low standard deviations.

Tor a sample of 106 cases, a correlation of .216 is significant at
the .05 level of confidence. Aptitude N correlates significantly
with the criterion at the .05 level.
0., Selection of Test Noxrms
TABLE IV

Summary of Qualitative and Quantitative Data

S Aptitudes

Type of Evidence Gl VI N1 sl p| Qf K| F T
Job Analysis Data

Important Xi X} X X

Irrelevant ' X1 X} X
Relatively High lMean XI X 1 x
Relatively Low Sigma X X] X
Significant Correlation
' with Critexion ' X ‘
Aptitudes to be considered ’

for Trial Norms "X X] X X
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MTrinl nowas conasisting of various ccmbinations of tnrec arnd Zour
of Aptitndes G, V, ¥ and Q with appropriate cutting rcores were
evaluated agningst the criferion by means of thc tetrachoric
corrclation technique. A comparison of tue rcoulto cghowed that
B-1002 norms congisting of G-105, V-105 and N-105 had the beot
gelective efficicncy. -

Validity of Norms

The validity of the norms was detcxmined by computing a tetirachoric
correlation cocfficient betwcen the tcst norms and the criterion and
applying the Chi Square test. The cri*erion was dichotomized by placing
as closc as possible to onc~third of the sample in the low criterion
groupe A criterion critical score of 33 was ugcd and resulted in 32

‘of the workers, or 30 percent of the sample, being placed in the low

criterion group.

Table V shows the relationship oetween test norms consisting of
Aptitudes G, V and N with critical scorcs of 105, 105 and 105 recgpec-
tively, and the dichotomized criterion for Casce Vorker 0-27.20.
Workers in the high criterion group have been designated as "good
workers" -and those in the low criterion group as "poor workers,"

TABLE V

Validity of Test Norms for Case Worker 0-27.20
(G-105, V-105, N-105)

N = 106

Non-Qualifying Qualifying
Test Scores Test Scores _Total

Good VWorkers 20. - 54 T4
Poor Viorkers 18 ' 14 32
Total 38 . 68 106
T 2
tet = .46 - X" = 7.073
Or
tet = 16 p/2 < 4005

The -data in the above table indicate a significant relationship between
the test norms and the criterion for the samples.
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Conclnaiona

On the basio of the reoulto of this gtudy, Aptitudes G, V and N
with minimum scores of 105, 105 and 105 respectively, have been
cotablished as B-1002 normo for the occupation of Case Viorzerxr
0-27.20., The oquivalent B-1001 norms consist of G-110, V=105 and
N-110.

Daotemnination of Océnpntionnl Aptitude Pnstern

A significant rolationschip was obtainod botween OAP-3 and tho
criterion for the cxperimental samples The proportion of tho
sample scrcened out by OAP-3 was .42, which is within tho required
range of .10 to .60, <Therefore, the occupation of Case Worker
0-27.20 will be allocated to OAP=-3,




